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 Job satisfaction is very important because it can affect the behavior of employees working in the 
organization. Employees who are satisfied in the work will have positive behavior so they have a better 
performance. The preliminary study found that some employees are less satisfied with the supervisory 
aspects and attention of leader to employees. This study aims to determine the relationship between 
leadership and job satisfaction in primary health centers Denpasar. This research is a cross-sectional 
study, which involved75 samples. Samples were selected using total population sampling and analyzed 
using chi-square test. Most of employees perceived a lack in the leadership of primary health centers 
leaders (52%) and satisfied with their work (52%). The result of chi-square test shows that leadership 
with OR = 12,01 (95% CI = 4,02-35,89) is related to job satisfaction of primary health centers in 
Denpasar. Leader who are able to feel employees need can make employees feel satisfied for they work. 
Employees who are feel satisfied will give the best for the organization so can achieve its objectives. 
Most employees of primary health centers in Denpasar feel satisfied in work and leadership related to 
employees satisfaction in primary health centers in Denpasar. 
 
Kepuasan kerja sangat penting karena dapat mempengaruhi perilaku pegawai dalam bekerja di sebuah 
organisasi. Pegawai yang puas dalam bekerja cenderung berperilaku postif sehingga memiliki kinerja 
yang lebih baik. Studi pendahuluan yang dilakukan didapatkan bahwa beberapa pegawai kurang puas 
terhadap aspek pengawasan yang dilakukan oleh pimpinan dan perhatian pimpinan terhadap pegawai. 
Penelitian ini bertujuan untuk mengetahui hubungan antara kepemimpinan dengan kepuasan kerja 
pegawai puskesmas di Kota Denpasar. Penelitian ini menggunakan design cross-sectional dengan 75 
sampel yang diambil dengan total sampel dan dianalisis dengan chi-square. Sebagian besar pegawai 
puskesmas mempersepsikan kurang baik (52%) kepemimpinan kepala puskesmas dan merasa puas 
dalam bekerja (52%). Hasil uji chi-square mendapatkan bahwa kepemimpinan dengan OR=12,01 (95% 
CI =4,02-35,89) berhubungan dengan kepuasan kerja pegawai puskesmas di Kota Denpasar. 
Kepemimpinan memiliki pengaruh yang besar terhadap keberhasilan organisasi. Pemimpin yang 
mampu merasakan apa yang dibutuhkan pegawai cenderung membuat pegawai merasa puas dalam 
bekerja. Pegawai yang merasa puas akan berusaha memberikan yang terbaik bagi organisasi agar 
organisasi tersebut mampu mencapai tujuannya. Sebagian besar pegawai puskesmas di Kota Denpasar 
merasa puas dalam bekerja dan kepemimpinan berhubungan dengan kepuasan kerja pegawai 
puskesmas di Kota Denpasar. 
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INTRODUCTION 
 
The government has the responsibility to organize 
health development as an important part in achieving the 
national development goals. The development goals in the 
health sector are to increase awareness, willingness and 
ability to live healthy to achieve better health status in the 
community. Successful development in the health sector 
plays an important role in improving the quality of human  
 
resources in Indonesia.1 One of the government's efforts in 
improving the health status of the community is to improve 
public access to health care through the provision of basic 
health facilities are most easily accessible by the public, 
namely primary health centers. 
Primary health centers as first-rate facilities in 
providing health services to the public are required to have 
a good quality of health care. The demands and needs of the 
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community for quality health services need to be addressed 
by improving the quality of human resources. Therefore, 
human resources in the health sector plays an important role 
as a driving source program. The role of human resources 
also establishes the health status of a country that can be 
seen in several health indicators.2 These conditions explain 
that the quality of human resources determines the quality 
of the process to be carried out so as to achieve a good goal 
attainment. This can be realized if the human resources are 
able to work better with high job satisfaction.3  
Satisfaction is a positive feeling about someone's work 
which is the result of an evaluation of its characteristics.4 
Employees who are satisfied with work have a high level of 
attendance and sometimes have better performance than 
unsatisfied employees.5 Besides employees who are 
satisfied tend to have good performance, have lower 
absenteeism rates and a low desire to change job. 
Dissatisfied employees work more often daydreaming, lack 
of enthusiasm in work, quick fatigue, boredom, unstable 
emotions and unrelated activities. Besides that, the impact 
caused by dissatisfaction can be seen in the slow pace of 
employees at work, high level of absenteeism, negligence, 
low performance, low product quality and employee 
discipline issues.6 It shows that job satisfaction is an 
important aspect for employees and organizations mainly 
because it is able to create a positive state in the 
organization environment. Job satisfaction can affect the 
work behavior of employees in organization. Therefore, the 
behavior of employees in the organization must be directed 
towards achieving the stated goals. Leaders in organization 
must be able to implement effective leadership in the sense 
of being able to encourage employees to achieve 
organizational goals without ignoring job satisfaction. 
Denpasar has had a number of primary health centers 
are fairly evenly distributed in every district. Recorded in 
each sub-district at least there are two Primary health 
centers. Each primary health centers also has a very good 
human resources in terms of type and amount of personnel 
needed to provide services to the community. Based on the 
employee recap data of Health Department in Denpasar, the 
total number of health center staff is 565 employees 
consisting of 19 nutrition workers, 26 pharmaceutical 
workers, 251 nursing personnel, 35 public health workers, 
78 doctors, 14 health analysts and 133 non-health workers. 
This condition requires the existence of better management 
and attention to employees, especially their job satisfaction. 
Based on the results of interviews with some employees at 
the primary health centers of Denpasar found that 57% of 
employees are less satisfied with the supervisory aspects 
undertaken by the leader and leader attention to employees. 
That conditions may indicate a problem related to the job 
satisfaction of the primary health centers employees. 
Employee job satisfaction is influenced by several 
factors. One of the factors that plays an important role in 
creating employees job satisfaction is leadership. Based on 
the results of previous research conducted by Wibisono 
(2011), Hilatunnisa (2009) and Djestawana (2012) found 
that leadership has a close relationship and the most 
dominant factor in shaping job satisfaction.7,8,9 Leaders in 
an organization must be able applying effective leadership 
in the sense of being able to encourage employees to 
achieve organizational goals without neglecting job 
satisfaction. Employees will feel satisfied when they feel 
they have been noticed and led well. Leaders who are able 
to feel what is employee needed tend to make employees 
feel satisfied in work. This research was conducted to know 
the relationship of leadership with job satisfaction of 
primary health centers employees in Denpasar. 
 
RESEARCH METHOD  
 
This research used cross sectional design with two 
research location that is in the Primary Health Centers II 
South Denpasar and Primary Health Centers III North 
Denpasar. 
 
Table 1. The CSI of Primary Health Centers in 
Denpasar 
Primary Health Centers CSI 
Primary Health Centers I 
West 
86,29 
Primary Health Centers II 
West 
86,90 
Primary Health Centers I 
East 
84,58 
Primary Health Centers II 
East 
86,37 
Primary Health Centers I 
North 
84,07 
Primary Health Centers II 
North 
86,13 
Primary Health Centers III 
North 
83,30 
Primary Health Centers I 
South 
86,37 
Primary Health Centers II 
South 
87,81 
Primary Health Centers III 
South 
86,42 
Primary Health Centers IV 
South 
83,58 
*Resource: Health Department in Denpasar 
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The primary health centers that was chosen as the 
research location was a public health center that had the 
highest and the lowest community satisfaction index (CSI). 
The highest CSI was at Primary Health Centers II South 
Denpasar and the lowest CSI namely Primary Health 
Centers III North Denpasar. CSI is used as an indicator of 
the level of work satisfaction at Denpasar public health 
centers because the CSI value can indicate that an 
organization has good performance, and good performance 
comes from employees who feel satisfied at work. 
The sample is part of the population selected in a 
manner specific to the population.9 Samples that consisting 
of employees from primary health centers must be in 
accordance with inclusion and exclusion criteria. The 
inclusion criteria are: 
1. All employees of primary health centers either civil 
or non-civil servant status 
2. The employees of primary health centers that are 
willing to become respondents as evidenced by the 
signing of the consent form respondents 
3. The employee of primary health centers who have 
worked at least one year 
The exclusion criteria are: 
1. The employees of primary health centers who 
served as a leader and night shift employees 
2. The employees of primary health centers who are 
on leave or on study assignments 
3. The employees who works at the main primary 
health center but is placed at a sub-district primary 
health center 
The minimum sample size is calculated using the formula 
below. 
n =        z21-α/2 P(1-P)N 
      d2(N-1)+Z2 1-α/2 P (1-P) 
Information: 
n : Minimum sample size that should be taken 
Z 1-α /2 : Standard deviation with 95% CI of 1.96 
P : Employees proportion of primary health centers who 
satisfied in job 0,43311 
P (1-P) : Employees proportion of primary health centers 
who unsatisfied in job 
D : Degree of precision that is 5 % 
N : The number of selected population of primary health 
centers employees is 94 people 
Based on the formula, it is found that the sample size 
is 75 employees. The sample consisted of 39 employees at 
Primary Health Centers II South Denpasar and 36 
employees at Primary Health Centers III North Denpasar. 
Data were collected through interviews using a structured 
questionnaire which included a questionnaire of respondent 
characteristics including gender, age, status, number of 
dependents, education, occupation type, employment status 
and years of service; measured leadership of four 
dimensions including exemplary, motivator, information 
and communication and decision making and job 
satisfaction measured from five dimensions including 
competence, cooperation, achievement opportunity, more 
challenging job and working conditions. Perceptions of 
leadership are derived from a total score of 21 questions 
with good leadership categories (score> 42) and poor 
leadership (score <42).  
Job satisfaction is obtained from total score of 38 
questions with satisfied category (score> 87) and not 
satisfied (score <87). Data were analyzed using Stata SE 
12.1 and processed as univariate and bivariate. The 
univariate is presented in the form of frequency distribution 
table on socio-demographic characteristics, leadership and 
job satisfaction. 
Furthermore, bivariate analysis with chi-square is done 
to find out the relationship of leadership with job 
satisfaction of health center employees. This study has 
obtained ethical eligibility from the Ethics Commission of 
the Medicine Faculty of Udayana University/Sanglah 
General Hospital. 
 
RESULT AND DISCUSSION 
 
Respondents as many as 75 employees (100%) have 
filled out the questionnaire completely. 
 
Table 2. Sosio-Demographic Characteristic of 
Respondent on Primary Health Centers in Denpasar 
Sosio-
Demographic 
Characteristic 
Frequency 
(people) 
Percentage (%) 
Gender   
Male 20 26,67% 
Female 55 73,33% 
Age   
< 42 years 35 46,67% 
>42 years 40 53,33% 
Status   
Single 6 8% 
Married 69 92% 
Number of 
dependent 
  
< 2 people 21 28% 
>2 people 54 72% 
Education   
< SMA 25 33,33% 
>SMA 50 66,67% 
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Table 2. (Continued) Sosio-Demographic 
Characteristic of Respondent on Primary Health 
Centers in Denpasar 
Sosio-
Demographic 
Characteristic 
Frequency 
(people) 
Percentage (%) 
Occupation type   
Health worker 53 70,67% 
Non health worker 22 29,33% 
Employees status   
Civil servants 59 78,67% 
Non civil servants 16 21,33% 
Years of service   
<6 years 27 36% 
>6 years 48 64% 
 
Description of socio-demographic characteristic of 
respondent on Primary Health Centers Denpasar can be 
seen from gender, age, status, number of dependent, 
education, occupation type, employees status and years of 
service. This description show in Table 2. It can be seen 
that most of the respondents are women as many as 55 
people (73.33%) while viewed from the age group, most 
respondents are age group> 42 years that is 40 people 
(53.33%). Based on the status, most of the respondents 
were married, 69 (92%) and had more than two dependents, 
54 (72%) and viewed from education level, most of them 
had higher education level than senior high school that is 50 
people (66.67%). It can be seen from the occupation type 
and employment status, most of the respondents are health 
workers that is 53 people (70.67%) and the status as civil 
servants are as many as 59 people (78.67%). In addition, 
from the period of work, most of the respondents have more 
than six years working period that is 48 people (64%). 
Based on table 3 above, it can be see from the gender, 
most of responden are women both in Primary Health 
Centers II South Denpasar (69.23%) and Primary Health III 
North Denpasar (77.78%). Based on the age, most 
responden are age group <42 Years (56.41%) in Primary 
Health Centers II South Denpasar and the most responden 
in Primary Health Centers III North Denpasar are age 
group> 42 Years (63.89%). Based on the status, most of the 
employees were married in Primary Health Centers II South 
Denpasar (87.18%) and Primary Health Centers III North 
Denpasar (97.22%). 
Based on the number of dependents, most have a 
number of dependents> 2 people in Primary Health Centers 
II South Denpasar (61.54%) and Primary Health Centers III 
North Denpasar (83.33%). Based on the education, most 
have an education level> high school in Primary Health 
Centers II South Denpasar (66.67%) and Primary Health 
Centers III North Denpasar (66.67%). Based on occupatin 
type, most of the employees were health workers in 
Primary Health Centers II South Denpasar (71.79%) and 
Primary Health Centers III North Denpasar (69.44%). 
Based on the employees status, most of the employees are 
civil servants in Primary Health Centers II South Denpasar 
(74.36%) and Primary Health Centers III North Denpasar 
(83.33%). Based on work of period, most of the employees 
have <6 years working period (53.85%) in Primary Health 
Centers III North Denpasar and most of the employees have 
>6 years (83.33%) working period in Primary Health 
Centers III North Denpasar. 
 
Table 3. Comparison of Sosio-Demographic 
Characteristic Respondent on Primary Health Centers 
II South and North III Denpasar 
Sosio-
Demographic 
Characteristic 
Primary Health Centers 
II South Denpasar 
Primary Health 
Centers III North 
Denpasar 
Frequency (%) Frequency (%) 
Gender     
Male 12 30,77% 8 22,22% 
Female 27 69,23% 28 77,78% 
Age     
< 42 years 22 56,41% 13 36,11% 
>42 years 17 43,59% 23 63,89% 
Status     
Single 5 12,82% 1 2,78% 
Married 34 87,18% 35 97,22% 
Number of 
dependent 
    
< 2 people 15 38,46% 6 16,67% 
>2 people 24 61,54% 30 83,33% 
Education     
< SMA 13 33,33% 12 33,33% 
>SMA 26 66,67% 24 66,67% 
Occupation 
type 
    
Health worker 28 71,79% 25 69,44% 
Non health 
worker 
11 28,21% 11 30,56% 
Employees 
status 
    
Civil servants 29 74,36% 30 83,33% 
Non civil 
servants 
10 25,64% 6 16,67% 
Years of 
service 
    
<6 years 21 53,85% 6 16,67% 
>6 years 18 46,15% 30 83,33% 
 
Research conducted by Hilatunnisa (2009) also 
obtained the same results related the characteristics of the 
research respondent, most of respondent were female health 
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workers and had diploma and undergraduate degrees. Most 
respondent had a long working period of 13-16 years.8 This 
shows that most of the employees who work at primary 
health centers are educated and have a long working period 
so they have better experience working in the organization. 
This research also find the most employees belong to the 
productive age group, 36-45 years. This shows that most 
health centers are experienced employees. In a study 
conducted by Sukrajap (2016) it was also found that most 
of the employees were female and also showed that the 
majority of employees were productive age groups of 36-45 
years. This shows that the majority of employees working 
in the health sector are female employees and generally 
working workers are of productive age.12 
The overview of leadership on Primary Health Centers 
in Denpasar can be seen from examplery, motivator, 
information dan communication dan decision making. This 
description shows in Table 4. In table 4, shows that the 
perception of leadership of primary health centers leader 
which is seen from exemplary mostly perceives good that is 
64% and perception on ability of leader motivation to 
employees which seen from motivator indicator mostly 
perceives not good that is 64%. Judging from leader ability 
of information and communication, mostly perceive good 
that is 92%. Moreover perception in terms of decision-
making, largely perceive good that is 69.33%. Overall, the 
perception of primary health center employees toward the 
leadership is categorized as unfavorable that is 52%. 
 
Table 4. The Overview of leadership on Primary Health 
Centers in Denpasar 
Leadership 
Frequency 
(people) 
Percentage 
(%) 
Examplery   
Good 48 64% 
Not Good 27 36% 
Motivator   
Good 27 36% 
Not Good 48 64% 
Information and Communication   
Good 69 92% 
Not Good 6 8% 
Decision Making   
Good 52 69,33% 
Not Good 23 30,67% 
Overall Leadership   
Good 36 48% 
Not Good 39 52% 
 
The following table compares the leadership of 
Primary Health Centers II South Denpasar and Primary 
Health Centers III North Denpasar. The results can be see 
in the table below. 
Table 5. Comparison Leadership of Head Primary 
Health Centers in Denpasar 
Leadership 
Primary Health 
Centers II South 
Denpasar 
Primary Health 
Centers III North 
Denpasar 
Frekuensi % Frekuensi % 
Good 9 23,08% 27 75% 
Not Good 30 76,92% 9 25% 
 
In table 5 shows that in Primary Health Centers II 
South Denpasar only a few employees who perceive 
leadership is good (23.08%) and the employees most 
perceive leadership is not good (76,92%). Most of the 
employees perceive the leadership is good (75%) in 
Primary Health Centers III North Denpasar. 
The overview of job satisfaction on Primary Health 
Centers in Denpasar can be seen form competense, 
cooperation, achievement opportunities, more challenging 
jobs and working condition. In table 6, in term from the 
aspect of competence, most of the employees feel satisfied 
that is 50.67% and seen from cooperation aspect, most of 
the employees also feel satisfied that is 66.67%. Viewed 
from the aspect of achievement opportunity, most felt 
satisfied that is 56% including in terms of more challenging 
jobs, most also feel satisfied that is 86.67%. Judging from 
the working conditions, most felt satisfied that by 64%. 
Overall, the satisfaction of work perceived by primary 
health centers employees is in the satisfied category that is 
52%. 
 
Table 6. The Overview of Job satisfaction on Primary 
Health Centers in Denpasar 
Job Satisfaction 
Frequency 
(people) 
Percentage 
(%) 
Competense   
Satisfied 38 50,67% 
Not satisfied 37 49,33% 
Cooperation   
Satisfied 50 66,67% 
Not satisfied 25 33,33% 
Achievement Opportunities   
Satisfied 42 56% 
Not satisfied 33 44% 
More Challenging jobs   
Satisfied 65 86,67% 
Not satisfied 10 13,33% 
Working Condition   
Satisfied 48 64% 
Not satisfied 27 36% 
Overall Job Satisfaction   
Satisfied 39 52% 
Not satisfied 36 48% 
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The result of comparison job satisfaction of Primary 
Health Centers in Denpasar can be see from the table 
below. 
 
Table 7. Comparison Job Satisfaction of Primary 
Health Centers in Denpasar 
Job 
Satisfaction 
Primary Health 
Centers II South 
Denpasar 
Primary Health 
Centers III North 
Denpasar 
Frekuensi % Frekuensi % 
Satisfied 16 41,03% 23 63,89% 
Not satisfied 23 58,97% 13 36,11% 
 
In table 7 shows that more employees are satisfied 
(63.89%) in Primary Health Centers II South Denpasar and 
more employees are satisfied too in Primary Health Centers 
III North Denpasar (41.03%). 
In table 8, presented bivariate analysis of relationship 
between leadership with job satisfaction of primary health 
centers employees in Denpasar. The result of chi-square test 
shows that leadership variable with OR = 12.01 (95% CI = 
4.02-35.89) is related to job satisfaction of primary health 
centers employees in Denpasar. The results of bivariat 
analysis of leadership with job satisfaction on Primary 
Health Centers in Denpasar can be see from the table 
below. 
 
Table 8. Bivariat Analysis of Leadership with Job satisfaction on Primary Health Centers in Denpasar 
Independent 
Variable 
Job Satisfaction 
OR 
95% 
CI 
P 
value* 
Satisfied 
f(%) 
Not satisfied 
f(%) 
Leaders-hip      
Not Good 10(25,64%) 29(74,36%) Ref   
Good 29(80,56%) 7(19,44%) 12,01 4,04-35,89 <0,001 
*statistic test with chi-square 
 
Job satisfaction is the attitude of employees to work 
within an organization. A satisfied employee is likely to 
show a positive attitude towards his job but unsatisfied 
employees will have a negative attitude towards his work. 
One of the impacts of job satisfaction that felt by 
employees is the performance of good work. Good 
performance in providing health services will make people 
become satisfied.13 
The description of work satisfaction of Primary Health 
Centers in Denpasar is represented by Primary Health 
Centers II South Denpasar and Primary Health Centers III 
North Denpasar which the selection is based on the CSI 
value as an indicator of the level of employees work 
satisfaction at Denpasar public health centers. The highest 
CSI value was found in Primary Health Centers II South 
Denpasar, while the lowest CSI value was in Primary 
Health Centers III North Denpasar. 
These results indicate that the community is more 
satisfied with the services provided by employees of the 
Primary Health Centers II South Denpasar compared to the 
Primary Health Centers III North Denpasar. A satisfied 
person shows an indication that employees are satisfied at 
work. This condition also shows that employees work 
satisfaction is higher in Primary Health Centers II South 
Denpasar compared to Primary Health Centers III North 
Denpasar. However, the results of the study found that most 
employees felt dissatisfied when working in Primary Health 
Centers II South Denpasar (58.97%) while the majority of 
satisfied employees worked at Primary Health Centers III 
North Denpasar (63.89%). This result is different from the 
assumptions of previous researchers that the high 
community satisfaction also shows the high work 
satisfaction for employees. This condition shows that a 
satisfied community does not always indicate that 
employees are also satisfied at work. 
The assumption of the researchers that the status of 
Primary Health Centers II South Denpasar as an ISO 
primary health centers also affects the work satisfaction of 
its employees. Basically, the aim of ISO is to create a 
primary health centers that is able to provide quality health 
services so as to provide satisfaction to the community. But 
there are several work standards that must be met and 
obeyed by all of public health center employees. This 
condition results in ISO-based primary health centers that 
have different workloads from health centers that do not 
have ISO certification. Increased workload due to several 
additional activities such as routine ISO meetings, 
recording and reporting activities. This will make 
employees feel dissatisfied at work Judging from the 
characteristics of age and working period, most of the 
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employees are in the young age category, which is <42 
years (56.41%) and have a long service life of <6 years 
(53.85%). 
Employees who are young and have a long working 
period tend to have high expectations for their work so that 
if there are some aspects of work that are lacking, 
employees will tend to be dissatisfied. This opinion was 
confirmed by Glen in Davis (1997) who argued that young 
employees have high expectations and poor adjustments. 
Luthans in Mustar (1999) also mentions that employees 
who have just worked or are classified as new employees 
have low work satisfaction compared to employees who 
have long worked because new employees tend to have 
high expectations for their work. In addition, it was also 
found that most employees considered poor leadership 
(76.92%), had low work motivation (61.54%) and 
considered that the compensation received was inadequate 
(56.41%). 
The head of the primary health centers will certainly 
maintain the status of the public health center as an ISO 
public health center so there are likely to be some changes 
in the way and style of leadership undertaken. The increase 
in workload and lack of appreciation for the work achieved 
so far in improving the image of the public health center 
makes employees feel less motivated at work and feels that 
the compensation received is inadequate when compared to 
the workload being worked on. This condition will cause 
dissatisfaction at work. The impact that will be caused is 
that employees do not have enthusiasm at work, feels 
fatigue, get bored, emotions are unstable and do activities 
that have nothing to do with work.7 
Different results were found at the Primary Health 
Centers III North Denpasar. Although the CSI value is 
lower than the Primary Health Centers II South Denpasar, it 
turns out that most employees feel satisfied at work 
(63.89%). The assumption of the researchers that Primary 
Health Centers III North Denpasar is not an ISO primary 
health centers so that the workload of employees does not 
increase. Employees feel more comfortable at work because 
there are no additional activities such as the public health 
centers with ISO status. Judging from the characteristics of 
age and years of service, most employees are in the old age 
group that is> 42 years (63.89%) and have a long service 
life> 6 years (83.33%). 
Employees who are older and have a long service life 
have better work experience and can also adjust to working 
conditions and situations. Glen in Davis (1997) explains 
that the more age work satisfaction will increase because 
expectations will decrease and have experience in work. 
Cherrington (1994) states that there are two reasons why 
older workers are more satisfied, namely better self-
assurance and strong work values so that they have high 
self-confidence in work. High self-confidence will give 
satisfaction in working because the work will be done 
happily so that the work will be good. 
Greenberg and Baron (1997) also suggested that more 
experienced employees tend to have higher work 
satisfaction than employees who are less experienced. In 
addition, employee perceptions of leadership carried out by 
the head of the public health center are classified as good 
(75%). This condition shows that the head of the public 
health center has been able to set a good example, be able 
to motivate employees, provide clear and easy-to-
understand information and communication and make 
appropriate decisions on the problems that exist. This will 
encourage public health center employees to work better 
which can be seen in the motivation of health center staff 
who are included in the high motivation category (75%). 
Employees who have high motivation tend to work in 
accordance with work procedures, high morale at work, a 
little complaining and obeying the leader's orders.14 Judging 
from the compensation received, most also perceived 
adequately (63.89%). Workloads that match compensation 
received also influence employees satisfaction in work. The 
existence of good leadership, high motivation in work and 
adequate compensation received by employees makes 
employees feel satisfied at work. 
The results of this study found that most of primary 
health centers employees in Denpasar are satisfied in 
working (52%). The results of this study are in line with the 
research conducted by Hilatunnisa Year 2009 in three 
primary health centers in Tangerang which found that most 
employees feel satisfied to work.8 In addition, the results of 
this study are in line with the Wibisono (2008) research at 
Primary Health Centers Turen Malang and Sudarsono 
(2010) at Primary Health Centers Sumbermanjing Wetan 
Malang who found that most employees feel satisfied 
working in primary health centers.7,15 
Organizations with more satisfied employees tend to 
be more effective than organizations with less-satisfied 
employees. A satisfied employee will be able to increase 
patient satisfaction. This happens because in service 
organizations, customer satisfaction lies in the way 
employees relate to their patients in providing services. A 
satisfied employee will show good performance as more 
friendly and responsive to his patients. In addition, satisfied 
employees are less likely to move so that patients will often 
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encounter familiar and experienced employees. It can build 
patient satisfaction with an organization.13 
Job satisfaction is the attitude of employees towards 
work within an organization. Satisfied employees tend to 
show a positive attitude towards their work but employees 
who feel dissatisfied will have a negative attitude towards 
their work. In addition, it is also explained that employees 
who work not only focus on the tasks that are their 
responsibility but require social relationships with co-
workers including leaders, compliance with policies and 
regulations that apply and meet performance standards. 
This shows that job satisfaction is influenced by several 
things, namely the work itself, coworkers, relationships 
with leaders, promotion and work environment.16 Job 
satisfaction is influenced by several things, but generally 
affecting job satisfaction is satisfaction related to the work 
itself, recognition, compensation, relationships with leaders 
and opportunities for achievement.17 
The results of this study found that leadership 
correlates significantly with job satisfaction of primary 
health centers employees that is good leadership has 12.01 
times greater chance to be satisfied than the primary health 
centers employees who have perception that the leadership 
is not good enough. The results of this study are in line with 
research conducted by Hilatunnisa in 2009 at three primary 
health centers in Tangerang, Wibisono in 2011 at Primary 
Health Centers Turen Malang and Djestawana in 2012 at 10 
primary health centers in Denpasar.7,8,9  
The leaders of primary health centers have a very 
important role in regulating and managing all activities in 
primary health centers including employees. The leadership 
has a great influence on organizational success. This is 
because all forms of management activities at the primary 
health centers level both planning, implementation and 
supervision of primary health centers activities are managed 
and managed by the leaders of primary health centers.1 
One of the leader's behaviors that can influence 
employees in work is exemplary. Exemplary is required by 
the leader so that the employees obey the rules that have 
been established together.18 A leader in the organization 
must be able to provide good examples, commendable 
attitudes and behaviors that are role models for employees. 
Good leaders must be able to foster feelings of participation 
and responsibility for their work so as to increase employee 
morale.19 
The result of the research shows that the perception of 
the employees toward the leader of primary health centers 
in Denpasar is good (64%). This condition indicates that the 
leader of the primary health centers has been able to 
provide a good role model for employees in the work. 
Exemplary demonstrated by a leader shows a leader's belief 
in all forms of activity plans to achieve organizational 
goals. Therefore leaders in the organization must be able to 
provide good examples, attitudes and behaviors praised for 
the employees.19 
An employee also needs to be motivated primarily by 
a leader. Providing motivation by the leader basically aims 
to achieve job satisfaction so as to improve employee 
performance in work. Motivating employees either directly 
or indirectly will generate the potential they have so that the 
employee has an effort to achieve personal and 
organizational goals effectively and efficiently.18 
The result of the research shows that employee's 
perception toward leader's motivation ability is seen from 
motivator indicator is not good enough (64%). This 
condition indicates that the ability of the leader is still 
lacking in motivating employees so that it may lead to 
dissatisfaction in work. The impacts caused by not 
satisfaction in the work of the slow employees in work, 
negligence, low achievement, the low quality of service 
provided and employees become less discipline.6 Therefore, 
motivation is important because the leader needs a good 
cooperation with employees in carrying out tasks- 
organizational tasks to achieve organizational goals.20 
In addition to exemplary and the ability to motivate 
employees, a leader must also have the ability in 
information and communication. Information obtained may 
come from inside and outside the organization. Information 
from inside organization is related to the task of supervisory 
leader so as to obtain important information related to 
employee's work while outside information relates to 
information from network of primary health centers that 
influence to activity of primary health centers. Therefore, in 
conveying information, leaders need to have effective 
communication skills that are clear and easy to 
understand.17 
A leader must continue to monitor the environment of 
the organization including the work done by employees. 
This is so that the leader is able to collect important 
information related to employee work. Information 
obtained by the leader must be used jointly and distributed 
to employees. The ability to convey information is related 
to the communication skills of leaders to their employees.21 
The ability to communicate is a manifestation of leadership 
behavior that will be seen in the delivery of information 
that is clear and easily understood by its employees.18 
The results of the study found that employee 
perceptions on information and communication indicators 
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are good (92%). These conditions indicate that the 
information and communication process has been running 
well. Good communication will support employees in 
completing their work so as to create a positive atmosphere 
in the organization and able to create job satisfaction.7 
Decision-making means that leaders have a role as 
policy makers to be taken in the form of steps in solving 
problems or design an activity. Decision-making by leaders 
at the primary health centers level is generally done by 
deliberation, which means taking into account the opinions 
of employees in the organization. 
The ability to make quality decisions is also a form of 
leader behavior. Decision making is the creation of events 
that involve an event by determining a choice or direction 
of a particular action.22 The organization's vision and 
mission in relation to leadership is seen as innovation in the 
process of carrying out leadership tasks. The vision and 
mission of the organization is very important in its role in 
the decision-making process for leaders including in 
determining policies and determining organizational 
strategies. Vision is one of the key attributes of leadership 
and also serves as a guideline for every member of the 
organization in their activities.18 
The result of the research shows that employee 
perception on decision making indicator is good (69.33%). 
These conditions indicate that the decision made by the 
leader of the primary health centers has been running well. 
Most organizational employees want an opportunity to 
participate in decision making. Increased participation in 
decision making will increase the membership of the 
organization. This participation will contribute positively to 
solving organizational problems as they will better 
understand the goals and objectives of the organization, the 
issues they are facing and their relationship to their work so 
that they are motivated to be creative in thinking about 
alternative solutions that will ultimately increase their job 
satisfaction.6 
A leader is expected to implement effective leadership 
that is able to move employees to achieve goals together 
without ignoring the satisfaction of his work. Employees 
will feel satisfied when they feel they have been noticed 
and led well. Leaders who are able to feel what is needed 
employees tend to make employees feel satisfied in 
working. A satisfied employee will try to give the best for 
the organization so that the organization is able to achieve 
its objectives. The statement was reinforced by Sasongko 
(2008) that leaders who are able to apply good leadership 
will make employees feel satisfied that ultimately able to 
improve their performance towards more productive so that 
the goals set by an organization can be achieved.22 The 
condition is highly dependent on the role of leaders in 
establishing relationships with employees, rewarding 
employees, developing and empowering employees.24 
 
CONCLUSION 
Most of primary health centers employees feel 
satisfied in their work and leadership related to job 
satisfaction of primary health centers employees in 
Denpasar. 
Organizations with more satisfied employees tend to 
be more effective than organizations with less-satisfied 
employees. A satisfied employee will be able to increase 
patient satisfaction. This happens because in service 
organizations, customer satisfaction lies in the way 
employees relate to their patients in providing services. A 
satisfied employee will show good performance as more 
friendly and responsive to his patient. 
The leaders of primary health centers have a very 
important role in regulating and managing all activities in 
primary health centers including employees. The leadership 
has a great influence on organizational success 
Required efforts to improve the management 
capability of primary health centers leaders and pay 
attention to employee working conditions so as to create job 
satisfaction. 
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